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Abstract 
Organization's characteristic formed within the framework of the society, environment, law and norms is defined 
organization culture. The notion of culture may seem too far from construction works, but recently, it is often discussed 
and analyzed. The wholeness and acting together are observed in the firms whose organizational culture has already 
advanced is the main reason to attach importance to this issue. Thus, the performance of companies is increased by 
common goals and working harmoniously. Some attitudes as avoidance of risk, competition and entrepreneurship are 
frequently encountered in Turkey's construction industry. Because of the organizational culture has not been fully 
understood yet. In this study, "the organizational culture of the construction industry" which thought to be significant in 
order to make a sustainable contribution to the national economy is discussed. It also believed that organizational culture 
will boost the value of Turkey’s construction sector in national and international context. 
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1. Organizational culture and types 
In management literature, engaging two or more people in looking together in a structured way to achieve 
a specific goal or set of goals is defined as an organization [1]. Organizations as culture-producing structures 
have reached complex levels besides having great importance [2]. Therefore, organizations should always be 
considered as the social and cultural systems and examined the interaction with the environment. 
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Organizational culture concept occurs at this point. In general, organization's characteristic formed within the 
framework of the society, environment, law and norms is defined organizational culture. 
Organizational culture has holistic properties. It means that, each unit of the organization is part of the 
same whole and each unit has features to influence and change the others. Therefore, the smallest unit is even 
essential, important and valuable.  
The common aim is the most important factor that holds organizations together. Every organization has a 
goal definitely. To achieve their goals, every organization has sources and activities. 
Therefore, it is obvious that, they all have organizational culture. Differences between the organizational 
cultures are due to the differences of these factors. There are also similarities between the organizational 
cultures. The reason for this is that, they are subcultures of the same community.  
The identification created by organizational culture can be much more effective on employees than written 
rules. Because of organizational culture provides understanding and adoption the objectives of the 
organization. Organizational culture has already evolved in some communities. So they tend to move together. 
Also they give attention to integrity rather than individuality. This approach provides great support to new 
staff especially. So their adaptation processes could be shorter. 
An organization's products, production processes, services, technologies and the other visible properties 
can be imitated. However, it is very difficult to emulate the culture of this organization. Hence, in recent years, 
administrators, academics, management consultants have emphasized the importance of organizational culture 
providing a competitive advantage [3]. Therefore, the importance given to the culture of the organization has 
increased exponentially in many countries. Recently, organizations have realized that organizational culture is 
an important instrument for sustainable performance. Then they have noticed that they should change and 
manage their organizational structure. 
Kim Cameron and Robert Quinn's "Competing Values" is one of the most regarded models among the 
types of organizational culture. According to this model, there are 4 types of culture. These are hierarchy 
culture, clan culture, market culture and adhocracy culture [4].  
Table 1. Types of organizations according to “Computing Values” [5] 
 
 
 
 
 
 
 
 
 
 
 
To explain these concepts respectively in more detail, the most significant feature of the hierarchy culture 
is emphasis on orders and rules in organization. In this structure, duty and authority of everyone is defined. 
Leaders play the role of the observer, editor and coordinator. The continuity in the company is provided 
Flexibility and discretion 
Internal focus 
and integration 
External focus and 
differentiation 
Stability and control 
CLAN 
Thrust: Collaborate 
Means: Cohesion, participation, 
communication, empowerment 
Ends: Morale, people development, 
commitment 
ADHOCRACY 
Thrust: Create 
Means: Adaptability, creativity, agility 
Ends: Innovation, growth, cutting-edge 
output  
HIERARCHY 
Thrust: Control 
Means: Capable processes, 
consistency, process control, 
measurement 
Ends: Efficiency, timeliness, smooth 
functioning 
MARKET 
Thrust: Compete 
Means: Customer focus, productivity, 
enhancing competitiveness 
Ends: Market share, profitability, goal 
achievement 
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through rules, policies and procedures. The staff needs to know these concepts and applications for the 
promotion. Its basic management principle is "control feeds efficiency". Stability, predictability and layout are 
necessarily important in the works. The company's success depends on the completion of the works properly 
in time with low cost. 
The most significant features are participation and team work in organizations with clan culture. These 
types of structures are usually similar with large families and their leaders play the role of parents. Loyalty, 
traditions and communication are very important in the company. In this concept, success is thought to be due 
to the happiness of employees and employers. It is believed that success cannot be achieved individually. 
Teamwork is required for success. Nevertheless, the personal development of employees is important. 
The main management principle is "competition feeds efficiency" in market culture. Leaders are expected 
to be competitive, productive and determined.  Defining goal, production and competition hold together in 
company. The basic strategy of the company is high profitability. Increasing the market share of the company 
is seen as a measure of success. Therefore, relationships with employers, suppliers and customers are 
significant in order to gain a competitive advantage in the market. 
The entrepreneurship, innovation and dynamism are basis in organizations which have adhocracy culture. 
Leaders are entrepreneurial and innovative; also they tend to take risks. They attach great importance to the 
vision. Entrepreneurship, flexibility and risk-taking are significant elements for the company. "Innovation 
feeds new resources" is the main management principle. Creativity, growth, research and development 
activities, new products and services are paid attention in this culture. Especially in unstable market 
conditions, taking decision and applying quickly are vital for these companies. 
Deal and Kennedy studied on the organizational culture. They suggested that environment has a major 
impact on not only organizational structure but also organizational culture. They divided organizations into 
four cultural classes as a result of their many organizational culture researches. They focused on two criteria 
for classify. First one is the degree of environmental uncertainty about the strategic decisions of the 
organization. The second one is the speed of feedback obtained from the environment about success of the 
decisions. This cultural classification is as follows: 
x Macho (Tough-Guy) culture 
x Work hard / Play hard culture 
x Bet your company culture 
x Process culture [6] 
2. The relationship between construction sector and organizational culture 
 In construction sector, the degree of environmental uncertainty is high and hence construction sector has 
so many financial risks. Especially the large scale structure firms are organizations which are not afraid in 
high risk decisions. So, they are faced results in short term. Therefore, construction sector is likened to a 
though guy who can fight easily and get result quickly. This type of organizational culture gives attention 
advertising and consultancy. Also, individuality is more important rather than groups or teams. The 
courageous personnel are needed for these companies to make timely decisions. In addition, when needed, 
staffs are expected to be ready for any failure. Top managers who are leaders of the organizations are 
considered heroes. Because of they can make risky decisions bravely. The short term success is more 
important rather than long term plans in macho cultures [7]. 
Traditional project based industries (such as construction and engineering) was defined as "masculine 
culture" by Gale and Cartwright [8]. A contractor's project team consists of two categories: permanent 
employees and temporary employees during the project life. The permanent employees are influenced by the 
culture of the organization and likewise they may influence it. This culture refers to the subcultures of 
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company's managers and engineers. There may be small differences between the cultures of each project. But 
the organization has a dominated culture including all components. 
From technical and organizational points of view, even though the concept of culture may be seen far away 
from construction works, lately it has been given importance and discussed frequently. A large majority of 
studies related to the culture of construction industry is the comparison between the different cultures. Among 
them, the most significant share is international research. Also a majority of studies investigate individual 
values in the different cultures [9].  
Hancock made detailed studies of culture in the construction industry [10]. Essec and Brannen did research 
about an international collaborative German-Japanese management team. National culture gives important 
clues in terms of determining the form of relations within the team. According to the research in multinational 
organizations cultural difference does not affect performance. Cultural differences have some advantages in 
terms of management of complex cultural systems. Cause they supply a broad perspective to the organization 
[11]. Tukainen et. al. investigated cultural and institutional differences on international construction projects 
in Middle East and Europe [12]. Phneg and Yuquan studied on cultural differences of Singaporean companies 
that work in China. Two cultures that believed to be similar turned out to be different actually in this research. 
Then they searched causes of the differences [13]. Akıner studied on to create a cultural profile of 
occupational groups selected from Turkish construction industry. The sample focused on the disciplines of 
architecture and civil engineering. With research findings, a model was established about cultural profile of 
Turkish construction sector. Also national and international comparisons were made [14]. 
3. Types of organizations in Turkish construction sector 
In international construction market, Turkish construction sector is an important element with increasingly 
qualified and relatively cheap labor. The construction sector constitutes one of Turkey's most extensive 
sectors with the size of the both industry and marketing. Also it affects 400 different sectors and subsectors 
indirectly. The positive developments in construction field have led to a large increase especially in its 
subsectors. The main subsectors that provide essential inputs to construction activities are cement, concrete, 
steel, ceramic, tile and glass industries. In these sectors, the capacity utilization rate has exceeded 70%. The 
sector has direct share of 5% and indirect share of 30% in the gross national product. Turkey's share in global 
construction industry is 3%. There are 20 Turkish companies among the world's top 225 international 
construction companies [15]. It is clear that the construction sector is a significant potential for our country. 
But at this point, problems about sustainability of the achievements have discussed frequently. Aside from the 
lack of funding and technical requirements, cultural infrastructure of the sector affects the performance.  
Turkish construction industry divided into two parts; one is many large firms and the others are small firms 
usually working as a subcontractor. This structure of the construction industry provides family-like 
relationships between main and sub-contractors. Nevertheless, it makes the opposite effect in terms of quality 
and production. In firms of our country, the most common features and cultural attitudes can be expressed as 
avoidance of risk-taking, stay away from initiative and competition, insecurity, dominance of family firms, 
fatalism, frugality, bad planning, lack of image and lack of success. Marketing and communication 
perspectives of construction companies, characteristics of products or services should be known by all 
employees. Also they should follow technology and quality standards. Additionally, research and 
development activities are very important for these companies. All these elements reveal the characteristics of 
a construction company's main organizational culture. 
A lot of research was made about the relationship between the organization and culture. Consequently, if 
organizations analyse and adapt to their countries culture, their competitiveness increase. Easy access to cheap 
labor and resources may provide short term benefits to our country. But the concept of organizational culture 
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should be a part of the especially international competition strategy for a sustainable performance. In an 
international project conducted by International Council for Research and Innovation, cultural features of 
construction industry are aimed to put forth. Then comparisons were made between the participating countries. 
In this context, Öney-Yazıcı et. al. (2007) examined 134 medium and large scaled Turkish construction firms. 
According to the findings, a large part of Turkish firms have the hierarchy and clan types of cultures. The rate 
of adhocracy and market cultures is quite low among the companies [16]. The organizational cultures and 
management attitudes bear the traces of the social culture. The basis of commonly observed hierarchy and 
clan cultures can be seen as a reflection of the social cultural characteristics to the organizations. 
There are conflicting aspects of the four cultural types outlined above. However, at the same time, in each 
firm can have them a varying degree of weights. In other words, each firm may have more than one items 
belonging clan, hierarchy, market and adhocracy cultures. Which one of these is dominated than others, it is 
considered the dominant profile of the firm.  
4. Conclusion 
The success of organization depends on organizational culture that holds together the organization's 
member significantly. At the same time, organizational culture instills vitality and a new spirit to the 
organization and its employees. The organizational culture is a guide and router for an organization. For this 
reason, that is important to be understood by employers and employees in the construction industry too. 
Devotion to unity among the organization and its members is the only way. For a positive impact on the 
performance of organizational culture in the construction industry, the firms should keep pace with changes in 
the external environment as well as they should have cultural characteristics that are compatible with internal 
environment. The managers should recognize the importance of the issue and they generate an appropriate 
culture for the organization. Then, they endeavor for the necessary modifications about technology and 
expectations. It is a fact that public authorities and private companies have different organizational cultures.  
However, there has not been any extensive research yet about the effects of the differences. In addition, the 
effect of organizational culture on organizational performance and on organizational entrepreneurship etc. has 
not been investigated in Turkey's construction sector. This can be investigated in future studies. 
References 
[1] Kaya H. An analysis of public and private sector organizations ‘organizational cultures and their effect on workers’ 
organizational commitment: an empirical study. Maliye Dergisi. no. 155, 2008: 119-143. 
[2] Nişancı Z. Social culture-organizational culture relationship and its reflections to the management. Batman University Journal of 
Life Sciences. vol. 1. no. 1. 2012: 1279-1293. 
[3] Temiz M O. Organizational culture and work performance. Active Bankacılık ve Finans Dergisi. no. 20. 2001. 
[4] Cameron K. S., Quinn R E. Diagnosing and Changing Organisational Culture. Addison-Wesley Publishing. 1999. 
[5] Elgar E. Competing Values Leadership. Edward Elgar Publishing Inc.2006: 32. 
[6] Deal T, Kennedy A. Corporate Cultures: The Rites and Rituals of Corporate Life. Addison-Wesley Publishing. 1984. 
[7] Daft RL. Management. The Dryden Press. 2nd Edition. 1991. 
[8] Gale A, Cartwright S. Women in project management: Entry into a male domain? A discussion on gender and organizational 
culture. Leadership and Organization Development Journal. vol. 16. Issue 2. 1995: 3-8 
[9] Korkmaz A. Comparison of professional cultures during and after graduate education in construction industry. Çukurova 
University Institute of Basic and Applied Sciences Department of Civil Engineering Msc Thesis, 2009. 
[10] Hancock M R. Cultural differences between construction professionals in Denmark and United Kingdom. Danish Building 
Research Institute. 2000. 
257 Gulcag Albayrak and Ugur Albayrak /  APCBEE Procedia  9 ( 2014 )  252 – 257 
[11] Essec JES, Brannen MY. National culture, networks, and individual influence in a multinational management team. Academy of 
Management Journal. vol.43. 2000: 191-202. 
[12] Tukiainen S et al. Effects of cultural differences on the outcomes of global projects: Some methodological considerations. CIB 
TG23 International Conference: Professionalism in Construction: Culture of High Performance. Hong Kong. 2003. 
[13] Pheng LS, Yuquan S. An exploratory study of Hofstede's cross-cultural dimensions in construction projects. Management 
Decision. vol. 40. Issue 1. 2002: 7-16. 
[14] Akıner I. Occupational culture in Turkish construction sector. Union of the Chambers of Cyprus Turkish Engineers and 
Architects. Chamber of Civil Engineers Journal. 2004. 
[15] Maç N. Construction industry report. Konya Ticaret Odası Yayınları. 2007. 
[16] Öney-Yazıcı E, Giritli H, Topcu-Oraz G, Acar E. Organizational culture: The case of Turkish construction industry. Journal of 
Engineering Construction and Architectural Management. vol. 14. 2007: 519-531. 
